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Abstract:

Workplace ostracism, defined as the experience of being excluded, ignored, or socially isolated by colleagues,
has significant implications for employee well-being and organizational outcomes. This research paper explores
the relationship between workplace ostracism and organizational culture among academicians working in
educational technology (Ed Tech) startups. The study employs a quantitative methods approach, utilizing
quantitative surveys, to gather comprehensive data from academicians in Ed Tech startups. The primary
objectives are to assess the prevalence of workplace ostracism, examine organizational culture in mitigating or
exacerbating ostracism experiences. The quantitative phase involves surveying a sample of academicians to
measure the incidence and perceived impact of workplace ostracism. The survey also assesses various aspects of
organizational culture, such as openness, collaboration, supportiveness, and inclusivity. Statistical analyses,
including correlation and regression analysis, will be conducted to identify relationships between workplace
ostracism and organizational culture. The findings from this study will contribute to the existing literature by
shedding light on the prevalence and impact of workplace ostracism in the specific context of Ed Tech startups.
Furthermore, it will provide insights into the role of organizational culture as a potential buffer or exacerbator of
workplace ostracism among academicians. The results will have practical implications for organizations in the
Ed Tech sector, informing the development of strategies and interventions aimed at creating inclusive work
environments that foster employee well-being, satisfaction, and productivity.

Originality: Present study is an original research work.

Keywords: Workplace Ostracism, Organizational Culture, Academicians, Ed Tech Startups.

Introcuction

In the rapidly evolving field of educational technology (Ed Tech) startups, academicians play a crucial role in
developing innovative solutions to enhance learning experiences. However, the unique dynamics of these
startups and their organizational cultures can impact the experiences of academicians within the workplace. One
significant challenge that academicians may face is workplace ostracism, which refers to the act of excluding or
ignoring individuals within a professional setting.

Workplace ostracism, a phenomenon encompassing exclusion, neglect, and the silent treatment within the
professional sphere, is an intricate issue that significantly impacts the well-being and productivity of
academicians. In the unique context of Ed Tech startups, where the fusion of education and technology propels
innovation, the relationship between workplace ostracism and organizational culture among academicians
assumes particular importance. This introduction explores the multifaceted dimensions of workplace ostracism,
its potential prevalence among academic professionals in Ed Tech startups, and the interconnectedness of this
phenomenon with the prevailing organizational culture.

The academic landscape is undergoing a transformative shift with the emergence of Ed Tech startups, where the
convergence of education and technology promises groundbreaking advancements. However, amidst the fervor
of innovation, the intricate dynamics of workplace interactions come to the fore. Workplace ostracism, often
subtle and insidious, can erode the collaborative spirit crucial for academic progress. As academicians navigate
the complex terrain of Ed Tech startups, understanding the relationship between workplace ostracism and
organizational culture becomes paramount for fostering a conducive work environment.

To comprehend the nuanced connection between workplace ostracism and organizational culture, it is
imperative to define and contextualize these concepts within the academic realm of Ed Tech startups. Ostracism,
as described by Ferris, Brown, Berry, and Lian (2008), involves the "deliberate exclusion of an individual or
individuals from the workplace social network by other organizational members." This exclusionary behavior
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manifests through subtle acts such as ignoring, excluding from social events, or withholding information,
creating a sense of isolation and undermining the targeted individual's sense of belonging within the workplace.

In the context of academic professionals within Ed Tech startups, the implications of workplace ostracism can
extend beyond personal well-being to impact collaborative efforts, innovation, and ultimately the success of the
organization. Scholars such as Robinson, O'Reilly, and Wang (2013) emphasize the detrimental effects of
ostracism on employee morale, job satisfaction, and overall organizational performance. Understanding the
intricacies of workplace ostracism is crucial for Ed Tech startups striving to create environments that foster
creativity, collaboration, and sustained academic excellence.

The organizational culture of Ed Tech startups serves as the backdrop against which workplace ostracism
unfolds. Organizational culture, as defined by Schein (1992), represents the "shared basic assumptions, values,
and beliefs that characterize an organization." In the context of Ed Tech startups, where the synergy of academia
and technology prevails, the organizational culture becomes a potent force shaping the behaviors, norms, and
interactions of academicians. The organizational culture influences how individuals perceive, interpret, and
respond to workplace dynamics, thus playing a pivotal role in either mitigating or inadvertently fostering
workplace ostracism.

The interplay between workplace ostracism and organizational culture is underscored by the potential existence
of a significant relationship and positive correlation among academicians in Ed Tech startups. As highlighted by
Duffy, Ganster, and Pagon (2002), a positive correlation indicates that as instances of workplace ostracism
increase, specific traits or characteristics within the organizational culture become more pronounced. This
correlation prompts a critical examination of the cultural elements that might inadvertently contribute to or deter
workplace ostracism within the unique ecosystem of Ed Tech startups.

Ed Tech startups, by nature, embody a fusion of academic rigor and technological innovation. The academic
professionals within these startups are at the forefront of reshaping educational paradigms. However, the
positive correlation between workplace ostracism and organizational culture suggests that the organizational
culture might inadvertently hinder or facilitate the collaborative efforts of these academicians. The prevalence of
ostracism can act as a barometer, reflecting the inclusivity or exclusivity embedded in the organizational culture,
influencing the academic professionals' experiences within Ed Tech startups.

Intriguingly, the academic realm within Ed Tech startups is not exempt from the broader discourse on workplace
ostracism. Researchers such as Andersson and Pearson (1999) argue that ostracism can be more harmful than
overt aggression because it is difficult to detect and can have lasting psychological effects. The potential
implications of workplace ostracism within Ed Tech startups extend beyond individual experiences, touching the
core of organizational effectiveness and the ability to attract and retain top academic talent.

This introduction lays the foundation for a comprehensive exploration of the relationship between workplace
ostracism and organizational culture among academicians in Ed Tech startups. It underscores the significance of
understanding workplace ostracism within the broader context of organizational culture and its potential impact
on the innovative and collaborative endeavors of academic professionals. The subsequent sections will delve
into the specific dimensions of this relationship, examining how organizational culture influences the prevalence
of workplace ostracism and proposing strategies to foster inclusive cultures within Ed Tech startups.

Purpose of the Study

The purpose of researching workplace ostracism and organizational culture among academicians in Ed tech
startups is to gain a deeper understanding of the dynamics and impact of these factors on employees and the
organization as a whole. Overall, the research aims to shed light on the relationship between workplace
ostracism and organizational culture within Ed tech startups. By understanding these dynamics, organizations
can foster a positive work environment, enhance employee satisfaction and engagement, and ultimately improve
organizational performance.

Methodology

e Objective of the Present Study
To study the association between workplace ostracism and organizational culture among academicians
of EdTech Startups.

e Hypotheses of the Study
There will be a significant relationship between workplace ostracism and organizational culture among
academicians of EdTech startups.
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Research Design
A Correlational design was used for the present study.

Participants

A sample of 200 participants working in the EdTech sector belonging to the age group 30-45 years
having a minimum of 5 years of experience were taken from the Delhi NCR region. All the participants
taken for the present study have masters as their minimum qualification.

Tools Used

Workplace Ostracism Scale (2008): Workplace Ostracism (Ferris et al., 2008) is a uni-dimensional
scale comprising 10 items. This is a five-point Likert type scale ranging from 1 (strongly disagree) to 5
(strongly agree). Some sample items are “others avoided you at work™, “others at work stopped talking
to you”; “others refused to talk to you at work”. The cronbach alpha of this scale is 0.90. Though no
study based on workplace ostracism conducted in the Indian context, it has been studied abroad in an

organizational set up (Williams, 2007; Wu, Yim, Kwan, & Zhang, 2012).

Organizational Culture Questionnaire (2009): This questionnaire was developed and standardized
by Singh & Mishra (2009) to measure the organizational culture. This is a ve point Likert-type rating
scale having a total of 18 items. The 18 items which were related to the following areas- pressure,
engagement, freedom and challenging work. Each statement has ve response alternatives, namely,
strongly agree, agree, undecided, disagree, and strongly disagree. The items of the scale were framed in
such a way that they can be used for measuring the organizational culture.

Procedure

For the collection of the data, all the participants were individually contacted and rapport was
established with the participants by making them feel comfortable. After the establishment of rapport,
the questionnaire was handed over to the participants. After the completion of the questionnaires,
questionnaires were taken back and the participants were thanked for their precious time devoted and
for the cooperation. The data was analyzed with the help of Pearson product moment correlation.

Statistical Analyses
For attaining the objective of the present study, collected data was recorded for the statistical analysis.
A Pearson product moment correlation was used for attaining the objectives of the study.

Results and Discussion

Table 1: Demographic Details of Participants

Demographic Details Participants
Total participants 200
Gender
-Male 100
-Female 100
Work experience (years) Minimum 5
Location Delhi NCR
Age Group 30-40
Minimum Educational Qualification Masters

Table 2: Descriptive Statistics of Workplace Ostracism and Organisational Culture

woO ocC

Valid 200 200
N Missing 0 0
Mean 22.000 49.020
Median 20.000 48.000
Mode 20.0 48.0
Std. Deviation 6.3086 2.3595
Range 24.0 8.0
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Table 2 shows the descriptive statistics of work ostracism and organizational culture. In this table, we can see
mean values of work ostracism (Mean = 22.00; Median = 20.00; Mode= 20.00; SD = 6.3086; Range= 24.00)
and organizational culture ((Mean = 49.020; Median = 48.00; Mode= 48.00; SD = 2.3595; Range= 8.00). Rest
of the results is shown in table 3.

Table 3: Showing Inter Correlational Matrix between Workplace Ostracism and Organizational Culture
(N=200)

WO oC
Pearson Correlation | 1 672"
WO Sig. (2-tailed) .000
N 200 200
Pearson Correlation | .672 1
oc | sig (2-tailed) 000
N 200 200
**_Correlation is significant at the 0.01 level (2-
tailed).

Table 3 shows the correlation between workplace ostracism and organizational culture. To investigate the
association between variables and to check whether the variables are significantly related with each other,
Pearson correlation was applied. In the present study, we have found significant relationship between workplace
ostracism and organizational culture. Also, there is a positive correlation found between workplace incivility and
organizational culture at .01 level which clearly states that workplace ostracism involves the exclusion or
neglect of individuals within the work environment. A positive correlation implies that as instances of
workplace ostracism increase among academicians in Ed Tech startups, there is a concurrent tendency for
specific cultural traits or characteristics to be pronounced within the organization. Unraveling this correlation
provides valuable perspectives on the intertwined nature of social dynamics and organizational culture. Firstly,
the positive correlation suggests that the organizational culture within Ed Tech startups plays a significant role
in shaping patterns of workplace ostracism. If the culture fosters competition over collaboration, individualism
over teamwork, or fails to prioritize inclusivity, it may inadvertently contribute to an environment where
ostracism becomes prevalent. Moreover, this correlation emphasizes the need to view workplace ostracism as a
symptom rather than an isolated issue. The positive correlation, implies that addressing ostracism necessitates a
comprehensive approach that considers the broader organizational context. Ed Tech startups need to delve into
the roots of ostracism, recognizing and rectifying cultural elements that may be fostering exclusionary
behaviors. In the realm of academia within Ed Tech startups, where collaboration and knowledge-sharing are
integral, the positive correlation between workplace ostracism and organizational culture signals potential
impediments to achieving the collaborative spirit necessary for innovation. A culture that values every
academician's contribution, promotes open communication, and discourages exclusionary practices becomes
imperative for the sustained success of Ed Tech startups. Furthermore, the correlation between workplace
ostracism and organizational culture highlights the impact on the well-being and job satisfaction of
academicians. Continuous experiences of ostracism can lead to feelings of isolation, anxiety, and diminished
morale among employees. In the competitive landscape of Ed Tech startups, where attracting and retaining top
talent is crucial, addressing workplace ostracism becomes pivotal for maintaining a motivated and engaged
academic workforce. In conclusion, the significant relationship and positive correlation between workplace
ostracism and organizational culture among academicians in Ed Tech startups illuminate the intricate interplay
between social dynamics and the broader organizational context.

Implications of the Study

Addressing this correlation requires proactive measures aimed at fostering a more inclusive organizational
culture. Ed Tech startups should prioritize creating environments that celebrate diversity, encourage open
communication, and establish clear norms against exclusionary practices. Leadership plays a pivotal role in
shaping and modeling inclusive behavior, setting the tone for the entire organization. Furthermore, there is a
need for targeted interventions in organizational culture. Initiatives such as diversity and inclusion training,
mentorship programs, and transparent communication channels can serve as effective tools in mitigating
workplace ostracism. By aligning the organizational culture with values that champion collaboration, respect,
and inclusivity, Ed Tech startups can cultivate an environment where ostracism is less likely to thrive.
Addressing workplace ostracism requires a concerted effort to reshape organizational culture, fostering an
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environment where inclusivity and collaboration are not just encouraged but embedded in the core values. By
recognizing the cultural factors that contribute to ostracism, Ed Tech startups can create a workplace that not
only supports the well-being of academicians but also cultivates a foundation for sustained success and
innovation in the competitive landscape of educational technology.

The research paper may contribute to raising awareness about the issue of workplace ostracism among
academicians in Ed tech startups. By highlighting the impact of ostracism on employees and organizational
culture, it can provide valuable insights to both academics and practitioners in the field.

The findings of the research can help organizations identify areas of improvement in their organizational culture.
Understanding the factors contributing to workplace ostracism can enable them to develop strategies to foster a
more inclusive and supportive work environment.

Addressing workplace ostracism can have positive implications for employee well-being, job satisfaction, and
overall performance. Creating an inclusive culture can enhance engagement and productivity among
academicians, leading to better outcomes for the organization.

Limitations of the Study

The research paper's findings may be limited to the specific context of Ed tech startups and academicians. The
dynamics of workplace ostracism and organizational culture can differ across industries, job roles, and
organizational structures. Therefore, caution should be exercised when applying the findings to other contexts.

The research paper's limitations include a small sample size or potential biases in participant selection, which
can impact the generalizability of the results. The study only focuses on a specific region or a handful of
organizations, thus the findings may not reflect the experiences of academicians in other locations or
organizations.

The research paper's methodology, such as the data collection techniques or measurement tools used, can also
introduce limitations. The chosen research design and statistical analyses may also have limitations that affect
the validity and reliability of the results.

Establishing a causal relationship between workplace ostracism and organizational culture can be challenging.
The research paper may provide evidence of an association, but determining the direction of causality or the
underlying mechanisms requires further investigation.

The research paper's findings are based on data collected during a specific timeframe and may not account for
potential changes in organizational culture or workplace dynamics over time. Additionally, contextual factors
such as industry trends, market conditions, or technological advancements may influence the study's relevance
and generalizability.

It is important to consider these implications and limitations while interpreting the research paper's findings and
applying them to real-world situations. Further research and replication studies can help address some of these
limitations and provide a more comprehensive understanding of workplace ostracism and organizational culture
among academicians in Ed tech startups.

Conclusion

The exploration of workplace ostracism among academicians in Ed Tech startups and its intricate relationship
with organizational culture unveils profound insights into the dynamics shaping the work environment in these
innovative educational settings. This conclusion synthesizes key findings, reflects on the implications of
workplace ostracism within Ed Tech startups, and underscores the imperative for cultivating inclusive
organizational cultures.

Workplace ostracism, as illuminated by Ferris et al. (2008), encompasses the deliberate exclusion of individuals
from the social fabric of the workplace. In the context of academicians in Ed Tech startups, the silent treatment,
subtle exclusion, and neglect manifest as potent barriers to collaboration, innovation, and overall organizational
success. The positive correlation between workplace ostracism and organizational culture highlights the
symbiotic relationship between individual experiences and the broader cultural context.

One of the fundamental insights gleaned from the exploration of workplace ostracism among academicians in
Ed Tech startups is the interconnectedness between organizational culture and the prevalence of ostracism. As
emphasized by Schein (1992), organizational culture represents shared assumptions, values, and beliefs that
shape the behaviors and interactions within an organization. In the context of Ed Tech startups, where the fusion
of academia and technology catalyzes innovation, the organizational culture becomes a critical factor
influencing the experiences of academic professionals.
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The positive correlation between workplace ostracism and organizational culture, as suggested by Dufty et al.
(2002), implies that the cultural fabric of Ed Tech startups plays a pivotal role in either mitigating or
inadvertently fostering ostracism. The organizational culture becomes a lens through which academicians
interpret their workplace interactions, influencing their sense of inclusion, belonging, and overall job
satisfaction. As the culture becomes more pronounced, so too does the potential for workplace ostracism,
creating a ripple effect that resonates throughout the organization.

This correlation prompts a nuanced examination of the cultural elements within Ed Tech startups that may
contribute to or deter workplace ostracism. The unique ecosystem of Ed Tech startups, characterized by a blend
of academic rigor and technological innovation, necessitates a keen understanding of the organizational culture's
impact on interpersonal dynamics. The academic professionals within these startups are not only contributors to
knowledge but also active participants in shaping the cultural norms that govern their work environment.

The prevalence of workplace ostracism within Ed Tech startups can act as a barometer, reflecting the inclusivity
or exclusivity embedded in the organizational culture. Andersson and Pearson (1999) argue that ostracism, often
subtle and difficult to detect, can be more harmful than overt aggression. In the context of academic
professionals with a minimum of 5 years of work experience and a master's qualification, the potential negative
repercussions of workplace ostracism are magnified. These experienced professionals, vital for the success of Ed
Tech startups, bring a wealth of knowledge and expertise that can be stifled in an environment tainted by
ostracism.

The academic realm within Ed Tech startups, poised at the intersection of education and technology, demands a
culture that nurtures collaboration, creativity, and a sense of belonging. Workplace ostracism becomes a
hindrance to these aspirations, inhibiting the free flow of ideas and impeding the collaborative efforts necessary
for innovation. The positive correlation indicates that addressing workplace ostracism necessitates a strategic
and cultural shift within Ed Tech startups, aligning the organizational culture with values that champion
inclusivity and collaboration.

Furthermore, the positive correlation accentuates the impact of workplace ostracism on the well-being and job
satisfaction of academic professionals. As Robinson et al. (2013) highlight, ostracism can lead to diminished
morale, decreased job satisfaction, and overall negative effects on organizational performance. In Ed Tech
startups, where attracting and retaining top talent is paramount for sustained success, the well-being of academic
professionals becomes integral to organizational effectiveness.

The imperative for Ed Tech startups lies not only in recognizing the correlation between workplace ostracism
and organizational culture but also in taking proactive measures to foster inclusive cultures. The organizational
culture should not merely be a reflection of existing norms but a deliberate creation that aligns with the values of
collaboration, respect, and inclusivity. Leadership within Ed Tech startups becomes instrumental in modeling
inclusive behavior, setting the tone for the entire organization.

Interventions to mitigate workplace ostracism can encompass various initiatives, drawing on the
recommendations of scholars in the field. Diversity and inclusion training programs can sensitize employees to
the nuances of workplace interactions, fostering a greater understanding of the impact of their behaviors on
colleagues. Mentorship programs can provide avenues for support and guidance, creating a sense of community
and reducing feelings of isolation. Transparent communication channels, as suggested by Duffy et al. (2002),
can be instrumental in addressing concerns and ensuring that all voices are heard within the organization.

In conclusion, the exploration of workplace ostracism and organizational culture among academicians in Ed
Tech startups sheds light on the nuanced interplay between individual experiences and the broader cultural
context. The positive correlation underscores the significance of cultivating inclusive cultures that not only deter
workplace ostracism but also foster an environment conducive to innovation and academic excellence. As Ed
Tech startups navigate the evolving landscape of education and technology, the recognition of workplace
ostracism as a pivotal concern necessitates a commitment to reshaping organizational cultures, creating spaces
where academic professionals thrive and contribute to the transformative potential of these innovative ventures.
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